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STAT INTI- 


22 OCT 1979 


MEMORANDUM FOR: Special Assistant to the DDCI 

FROM: Harry E. Fitzwater 

Director of Personnel 

SUBJECT: Sample of Advanced Work Plan for Director of 

Personnel 


Vince : 

In accordance with your request, Attachment I is the illustrative 
draft of two objectives that may be considered for my Advanced Work 
Plan. I have included an example of how one of my objectives would 
cascade down to Dr. | ~~| Deputy Director of Personnel 

for Recruitment and Placement. 

Attachment II contains other proposed objectives submitted to the 
.Deputy Director for Administration for his consideration. I hasten to 
point out that these objectives have 1 neither been discussed with nor 
approved by the Deputy Director for Administration. 


Harry E. Fitzwater 


Distribution: 

Orig - Adse 
3 - D/Pers 

OD/Pers/HEFitzwater ;kav 
22 Oct 79 
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CTJ Ml Oct V 
3fLScili- i; 


*£ OF MLOYEB 
' Li rrv V i t zwatcr 


POSITION TITLE . COMPONENT (Dh'8Ctoratc/0££ice/Sub-CoKip) SIS ML - 4 

Director of Personnel ' DM/ Office of Personnel _________ 


i j PRIORI TY 


(Vi MAJOR tVOiOv. OBjfCTxVhS 
' ‘ OR RESPONSIBILITIES" ‘ 


N Lin a ge mcnt/ Programs 


Continuing 


(c) JOB EIB32NT . ! 

f Required Results): 

(Outputs)) • 


(d) PERFORMANCE STAND/OID 
• (Criteria for Measuring 
Require cl Res ul ts (outputs) ) 


(e) BATES * 
.(Interim Pro- 
gress Reviews) 


(f) ANNUA? 
EVALUA 


Directs operation of Office of 
Personnel. 

Provides staff assistance/advice 
to DCI,. DDCI and other senior 
jofficials on all facets of Agency 
i personnel management. 


Provides Agency with 
variety personnel 
services to include 
recruitment , placement 
personnel relations, 
policy development, 
position management, 
classification, em- 
ployee contracting, 
retirement, insurances 


(10 Performance fully meets work ob j ectives 
(level 4) when in the judgment of the DD/A 
the overall functioning and responsiveness 

of the Office of Personnel is generally satis- 
factory, 

(2) Performance is good (level 5), excellent (6) 
or superior (7) when: it exceeds level 4 
standards by progressively more significant 
results . 

(3) Performance is acceptable (level 3) , marginal 
(2) or unsatisfactory (1) when; it falls 
short of. occasionally, frequently or con- 
sistently failing to achieve level 4 standard. 


AT 1113 OFFICIAL (Signature and Date) 


1 Tidy EE (Signature and Date) 


STATEN HINT OF UNDF.RSTA14DIHG 

his is to affirm that I am knowledgeable of the provisions of the SIS performance appraisal and compensation systems and the relationship of per- 
cmance evaluation ratings to determinations of my eligibility to be considered for performance awards , rank stipends, retention in the SIS system 
u* continued employment with the Agency, 

' Approved For Release-2p02(lJ/13*CIA-,RDRa9-01114R000300090008-7 

'■ Use continuing sheet, if needed, , B ^ EuYlTES siUKAuJEE 



SENIOR INTELLIGENCE SERVICE 


aiSITION TYPE: 

(X ) SUPERVISORY 
' ( ) NON'- SUPERVI SORY 

A Approved For ReleABW^Hg/>MI :IC^RC/t^>01114R000300090008-7 

RATING PERI CP 

FROM 1 0- : ' 
TO 50 Sqm 

NAME OF EMPLOYEE 

Harry E. Fitzwater 

POSITION' TITLE , , COMPONENT (Directorate/Office/Sub-Comp) 

Director of Personnel / DDA/Office of Personnel 

SIS LEVEL-4 


u) PRIORITY i 

(b) MAJOR WORK OBJECTIVES 
. ' OR RESPONSIBILITIES " 

(c) JOB ELEMENT . . j (d) PERFORMANCE STANDARD 

(Required Results); (Criteria for Measuring 

(Outputs)) • | Required Result's "'(outputs)) 

(e) DATES * 
.(Interim Pro- 
gress Reviews) 

(f) ANNUA 
EVALD. 

r 

! 

2 

1 

j 

j 

Special 

' 

Recruit and enter on duty appro- 
priately qualified personnel to 
meet Agency staffing requirements , 1 
with emphasis on improving 
applicant processing and increasing 
the number of minority group 
employees entered on duty. 

i 

! 

Meet established quotas 
for the Career 

Training Program, 
and meet component 
requirements for other 
categories of profes- 
sional and clerical 
personnel. Increase __ : 
the number of minority: 
members among the above 
categories . Further 
reduce the period of 
time necessary to 
bring aboard new 
i applicants. 

Performance fully meets work objectives (level 4) 

when : 

a. % of CTP input quotas are met on schedule. 

b. % of professional and technical input- 
requirements are met. 

c. % - of clerical input quotas are met. 

a. Minority participation among new employees 
is increased by % . 

e. All personnel in the above categories meet 
established Agency qualification standards. 

f. Reduce the present • -day average 

processing period to days. 




RATING OFFICIAL (Signature and Date) 
[mPLQYEE (Signature and Date) 


STATION! OF UNDERSTANDING 

‘Hits is to affirm that I am knowledgeable of the provisions of the SIS performance appraisal and compensation systems and the relationship of per- 
formance evaluation ratings to determinations of iny eligibility to be considered for performance awards, rank stipends, retention in the SIS system 
or continued employment with the Agency. •. _ 


K Use continuing sheet, if needed. 
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V-ui CP EMPLOYES 
ai'i'y E. Fitzwatcr 


POSITION TITLE , , ,, 
Director of Personnel 


COMPONENT (Directorate/Of £ice/Sub-Comp) 

* DDA/0f£ice of Personnel __ 


PRIORITY 


! 2 
:,eu.VL.inucd. . . 1 


(b) MAJOR WORK - OBJECTIVES’"' 
. ' OR RESPONSIBILITIES 


(c) JOB ELEMENT ! (d) PERFORMANCE STANDARD 
(Required Result*)! (Criteria for Measuring 
*"'■ ‘ ’(Outputs)) "■ Req uired Results (outputs)) 


Performance is good (level 5), excellent' . (6) 
superior (7) when the professional input 
percentage and/or the minority participation 
percentage improves above the objectives set, 
Special consideration will be given to 
improvement in minority hiring in the CTP 
and professional categories. Performance is 
acceptable • (level 3) , marginal (2) or 
unsatisfactory (1) when it falls short 
occasionally, frequently or consistently in 
achieving the level 4 objectives. 


or 


RATING PERI Cl 
HC M 1 Pe l 
TO 30 Sep 


SIS LEVEL -4 


(e) PATES 
.(Interim Pro- 
gress Reviews) 


(f) ANNU/v 

EVALU 


jiATING OFFICIAL (Signature and Date) 
M J i£)YEE (Signature and Date) 


STATEMT1NT OF UNDERSTANDING ... 

■mis is to affim thatj_aai SXSsiSeffor perforate aS?rank SlfsysLa 


Connance evaluation ratings to determinations of my eligibility to be considered for 
or continued employment with the Agency 


H ' 7 Siiftflt. 
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RAT 


C *) 
C ) 


SUPERVISORY 

NGN-SUPERVISORY 


STAT 


TNG PERIOD 

RO M 1 O ct 
'0 50 Sep 


..2 OF EMPLOYEE 


POSITION TITLE ■ 
Deputy Director of Personnel 
for" Recruitment and iriacene:iu 


COMPONENT (Director ate/ Office/ Sub - Comp) 

DDA/Office of Personnel /R^P 


SIS LEVEL 

2 


GO 


MAJOR WORK” OBJECTIVES^ 
' OR RESPONSIBILITIES 


(c) JOB ELEMENT . 

XRequir ed_ Dcsul t?j| 

(Outputs)) 


Dir 


•ect CIA overt 
ivitles. . 


recruitment 


Recruit and process 
sufficient numbers of 
qua 1 i fie d candi date s 
to meet input require- 
ments for CTP, other 
professional and 
clerical requirements . 
Increase the number of 
minority members in 
each of the above 
categories . Reduce 
processing time. 


(d) PERFORMANCE STANDARD 
(Criteria for_ Measuring 
Req uired Results (outputs)) 


Performance fully meets work objectives (level 4) 

when: ■ 

a. CTP applications are generated by 

recruiter efforts , of which applicants are put 

in process to meet current CTP entrance on duty 
quota of . 

b. professional applications are generated, 

of which are put in process, to meet % of 

existing or projected vacancies.' 

c. clerical applications are generated, of 

which are put in process to meet % of 

existing or projected vacancies. 

d. minority applications are generated, of 

which " are put in process to meet % of ^ the 

CPT entrance quota-, % of professionals, and 

9 o of .clericals. 

e. Average time between initial receipt of 
application" to recruiter and receipt in OP is cut 
by* days. Average time between receipt in 0? 
and initiating processing action is reduced by 

days . 


(e) DATES * 
.(Interim Pro- 
gross Reviews) 


(continued) 


(f) ANNUM 
EVALU* 


TING OFFICIAL (Signature and Date) 


■MPLOYEE (Signature and Date) 


STATEMENT OF UNDERSTANDING 


'ThDcaNvalUSon'ratingl S^eSiXLo^of ^Iligibiliiylo & S cSiderSTorlerfo^e ' stipends, retention in the SIS syster 

.c continued employment with the Agency. 


Use continuing sheet, if needed. 


Approved For Release 200^/11/18^ ^Ap^P^?f;01114R000300090008-7 



ADVANCE WORK PLAN 


STAX 


CAUTION: BLANK FORM REQUIRE i 
'• SECURE STORAGE IN FIEU 


LM^lOYEE’S J03— STATE 
•UPcRVISED BY THIS cMPOYE 


Approved For^le^^^1^|£big^RI^9-01 1148000300090008-7 

, NAMS (Lait, first, middl*) *’ ' 

Fitzwate r, Harry E„ 

BRIEFLY WHERE THE POSITION FITS IN THE STAFFING PATTERN AND, IF APPROPRIATE, THE N U M3cR~A ND TYPE Op 


EMPLOYEE 


1 Director of Personnel 


i- tVORiK OSJcCTIVcS, GOALS AND PRIORITIES— -LIST THE SPECIFIC OBJECTIVES AND GOALS, IN PRORITY ORDER, FORMULATED BY THE SUPERVISOR AND TH* 

! EMPLOYEE. ‘ ‘ 

i 

Objective : Complete the design and implementation of the SIS System, ; 

A1 chough the SIS System may be considered to have been implemented 
considerable work and effort is needed in additional design for its administration. * 
i i'r 1 include a detailed career development program, developing weighing factors 
fox determining performance awards and stipends, and close monitoring of the System. 

Go j active : Improve career development program Agency-wide, 

■ 

CotJiient: Consideration must be given to career development for personnel other 

: uia , n tnose in t oIS anCl the feeder groups Tor SIS positions. Especially, we must put 
: emphasis on the POP design and ensure its use by the Career Services. 

, Develop modeling techniques to enhance planning and management of 

numan resources. “ 

Agency-wide modeling of human resources is necessary in order that 
management can perform better planning for the recruitment, assignment, promotion 
: ana Agency management. 1 " 

Ensure the timeliness of recruitment and applicant processing to fulfill 
i agency requirements. ° ' 

Ccmment; Although progress has been made in improving applicant processing 
considerable work is necessaiy in order to improve recruitment and further reduce the 
period of time necessary to bring aboard new applicants. 


(continued. . . ) 


r'EoiOD COVERED 

GNATURE Or EMPLOYEE (Name typecB 

frkirry E Filr/zatar 


(To be attached to the PAR for thi; period.) 

( SIGNATURE Or SUPERVISOR { N cime Typed) 
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TITLE 


DATE 


5iiNJ.UK .JLWiilLUb^ofi MW/lLli 

UTZON TYPE: . Approved QGIA)R DP89-01 1 14R000300090008-7 RATING PERIOD: 

f ) SUPERVISORY . - 

C ) NON- SUPERVISORY ’• T0 


'2 OF EMPLOYEE POSITION TITLE COMPONENT 1 (Directorate/O££ics/Sab-Conp) SIS LEVEL 


; PRIORITY 

(b) HiVOR.l'iOESfOKlECnVBS - '" " 

. ' OR RHSPCNSI3 ILITIBS 

(c) JOB ELEMENT . 

j(Required _ Rs s ul ts) 

(Outputs) ) ■ 

(d) PERFORMANCE STANDARD 
(Criteria for Measuring 

Required Results ' (outputs) ) 

(e) DATES * 
.(Interim Pro- 
gress Reviews) 

(f) ANNUAL PAR | 
EVALUATION j 

j 

. | 

. 

■ 

| j 

! 

Performance is good (level 5) , excellent (6) or 
superior (7) when the numerical input goals arc 
exceeded and/or when the EOD quotas for. the 
categories are met. 

•Performance is acceptable (level 3) , marginal (2) 
or unsatisfactory (1) Mien the above. input goals 
are met in one or more categories and/or where' 
the quality of candidates falls below Agency 
standards. 

■ 

' 

1 

! 

! 

i 

1 

i 

i 

i 

\ 

i 


•TING OFFICIAL (Signature and Date) 


Be (Signature and Date) 


STATHNTiNT OF UNDERSTANDING 


is is to affir 
rvancc evaluat 
continued c:~: 

Use continuing 


that I am knowledgeable of the provisions of the SIS performance appraisal and compensation systems and the relationship of per- 
3n ratings to determinations of my eligibility to be considered for performance awards, rank stipends, retention in the SIS system 
r/ment with the Agency. 

Sheet, if needed. Approved For Re^g^jl^^ DPS^O1 11 4R000300090008-7 
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A DVANCE WORK PLAN - Fitzwater, Harry E. 

B. Work Objectives, Goals and Priorities (Page 2) 


Objective: Improve recruitment of minorities. 

Comment : Recruitment, training, and ^k^ent "‘‘officer 

recruiters", -- plus Summer Fellowship Program cand College ^ gaccmcnt 

orientations, will be steps taken in meeting this objective. 

Objective: Finalize and implement NAPA recommendations. 

Comment: Although we are nearing the cn ^ of Jb^stodies^on the^ 

NAPA Rerjort. xccoiiiiTisridcitioiis y coftsxd0.r3.Dlc \vorlv .s ^ ~ c V \ ° 

Zt Ite 5 p 5 oved recommendations by the NAPA Teat, are naplemenced. 
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